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Abstract
The Importance of training and development practices cannot
be denied. It is a well established fact that these practices contribute
significantly in the enhancement of the bottom line benefits of
organizations either financial or non-financial. The dynamism of
environment has brought new challenges for organizations. To cope
effectively with these challenges, organizations have established T&D
department with the pivotal aim of developing and fostering human
skills and intellectual capital. This paper attempts to highlight the
importance of T&D practices and critically reviews the existing T&D
department models. Another characteristic feature of this paper is
that it not only reviews the existing T&D department models developed
by previous researchers, but also suggests an integrative perspective
based on the commonalities of previously available models. In the
end, certain theoretical and practical implications are discussed.
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Introduction
Time proved training and development (T & D) as an
important component of organizational system. Earlier research
identified organizations did not consider T&D practices as effective
as they view it today (Noe, 2009). They believed training practices
were only a waste of time and money. They introduced them as
formalities and for developing good image. Nevertheless, their
progressive impact has changed the prospect and today organizations
envision T&D as a means to survival. Companies started to take an
interest in it as it revealed to generate immense values (both tangible
and intangible) (Edralin, 2004). Amit and Belcourt (1999) stated that
tangible resources are the creation of intangible assets that an
organization holds and vice versa. The key of an organization is
human capital (most promising and eminent intangible asset). Human
capital makes companies reach the heights of success. This is the
reason management started to invest in it. They realized that small
investments can yield large benefits (Abdullah, 2009).The investment
in human capital grooms the intellectual workforce where as
knowledge crafts a workforce intellect. Consequently, T&D is one of
the best practices to enhance skills, capabilities and knowledge of
employees. Training has a number of benefits and its importance
cannot be denied in enhancing organizational stability, performance,
commitment, and productivity (Benobou, 1996). It facilitates
organizations to expand market shares (locally/ globally) by producing
additional ROI, a path to achieve competitive edge (Swanson, 1998).
It also helps to reduce cost, meet organizational goals, and enhance
employee growth, morale and skills (Edralin, 2004). Training
contributes in a flexible adaptation of environmental, social and
technological change. The research conducted by Abdullah (2009)
specified that despite the benefits, support, incentives and initiatives,
there have been lack of consideration on behalf of the organization
and employees on effective management of Human Resource T&D.
Thus, organizations should move towards the creation of a separate
department for application of T&D practices. These departments
subsist to meet the needs, goals and objectives of organizations. The
organization needs drastic changes as the environment expands.
Environmental, economic, global, social, technological, and cultural
challenges changed the vision and horizon of organizations (Abdullah,
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2009). In order to meet the challenges, T&D departments act like a
bridge that direct training programs specific to organizational activities
(Barrett & O‘Connell, 2001). Organizations short and long term needs
are assessed with respect to dynamic environmental demands (Laird,
Holton, & Naquin, 2003). The T&D departments visualize, analyze
and evaluate the needs with respect to the training process and
activities. The T&D departments strategically align the needs. It makes
imminent to the organization the perspective for arranging training
events, programs and services. The activities enhance employee KSA‘s
that helps in the fulfillment of strategic needs, removal of deficiencies
and the progression of the workforce (Barbazette, 2008).
Interpretive questions of the study
Businesses have to make choices and changes are necessary,
especially when there is a need for innovation and competitive edge
(Choi & Sung, 2014). Training professionals must regulate
organizational working and performance by organizing and enhancing
knowledge intellectuals (Bersin, Haims, Pelster & van der Vyver, 2014;
Ramazani & Jergeas, 2014). This may be persuaded by advance learning
techniques. Although, earlier comprehensive research identified no
one right way to be progressive but many researchers have proposed
T&D models to be effective (Lim, 2000). Indeed, such models if
endowed with relevance and purpose may help to create intellectual
capital. How businesses will incept T&D models? How these models
will be developed to tackle business challenges, opportunities and
hindrances? Which model is the best? Would the new T&D
departments function permanently? Or will it eventually replace the
traditional ways of training? Or the current models serve to be
beneficial? To gain a competitive edge T&D departments has to emerge
and serve as guardians of standardize training. Before establishment
of T&D models it is recommended to professionals to look beyond
typical operations of T&D programs. As, if this structural
transformation help to accomplish great deal of work, it may also
transmit challenges. Therefore, a keen analysis is required before
adopting any model.
 Objective of the study
The study instigates the traditional and modern models of
T&D departments with an aim to empower the intellectual capital
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through learning processes and also to foster the growth and
development of business organization.
Significance of the study
This paper significances the importance of T&D department
models that an organization adopts for carrying out its practices. It
instigates a brief introduction of T&D models revealing the
advantages and disadvantages of each model. The methodology
used is review of prior literature. The criterion of literature is restricted
to studies that include T&D models proposed by Neo (1999-
2009).Further, it elucidates the modern training models designed to
be more effective and productive; as these models aligned with
business strategies (Tannir, 2002; Hasan & Subhani 2011; Eggleston,
2012; Lui Abel & Li, 2012; Bersin, Haims, Pelster & van der Vyver,
2014; Prahalad , 2015; Rhéaume & Gardoni, 2015). The latest models,
corporate university is introduced with the prospect of centralized
training i.e. T&D program, resources and people are operated in
same arena (de Rosenroll, 1990; Lim, 2000; Neo, 2009; Doseck, 2015).
Centralized training ensures the alignment of training programs with
business mission, objectives and strategies (Neo, 2009). It also
specifies the initiatives, metrics, delivery, monitoring and evaluation
of training programs (Oakes, 2005; Neo, 2009; Doseck, 2015). Thus,
it provides more valuable T&D opportunities, quality services and
competitive bench mark. Therefore, the paper critically analyzes
different aspects of modern and traditional models.
Every organization has different T&D needs. Likewise the
resources and finance available to create training programs may
also vary. Accordingly, the organizations take up the ability to
recognize specific needs before initiating T&D models. To make
easy for organizations and practitioners, the paper provides a
knowledgeable understanding of T&D models that best fits with
criterion of organizations.
Four T&D Department Models
Undoubtedly, training programs develop a motivated and
committed workforce that helps management to focus on building
new strong business with loyal customers, growing profits and
enhanced competitive edge (Uselton, 2014). To succeed T&D
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department must be organized properly by incorporating best training
model. The choice of model depends on the organization, i.e. large or
small, centralized or decentralized. The organization can choose to
adopt one or multiple blend of models to groom, grow and develop
their workforce. Mostly, organizations adopt the models of T&D
department when they need to comprehend immense benefits. Its
contribution in organizational welfare, growth, productivity and
success is evident (Blundell et al., 1999). T&D department model
proposed training as part of learning design to enhance skills,
capabilities, as well as to create and share knowledge (Neo, 2007).
Training is indispensable (Edralin, 2004) and continuous process with
different phases and levels T&D departments assist to shape the
process into reality by overcoming different challenges and problems
that may arise while incorporating the programs and practices (Neo,
2009). It examines learning styles, design materials, delivering
methodologies, transfer processes and also evaluate training programs
(Johnston, 2014).This paper assesses four models of T&D department
developed by Neo (2009) each fulfills its place in the organization to
the needs and demands. Based on his explanation, table1 illustrates a
brief description of each model of the training department. The four
basic models have its unique characteristics.
Table 1: 
 Model Description Characteristics 
1. Faculty Model Headed by a director 
who extends specialized 
knowledge of a 
particular topic or skill 
area. 
Specialized employees in particular 
domains. 
2. Customer Model Headed by a director, 
responsible for the 
training needs of a 
division or function of 
the company.  
Training programs align with the 
particular needs of a business group.  
Run programs based on popularity and 
demand. 
3. Matrix Model Involves trainers 
reporting to both a 
manager in the training 
department and a 
manager in a particular 
functional area.  
Merge T&D needs with organizational 
vision, mission and objectives.  
Focus on managers and employees. 
4. Corporate 
University Model 
Focuses on the 
employees, managers 
and stakeholders. 
Offering wide range of 
courses and programs. 
Align  learning opportunities with  the 
organization 's initiatives and strategies. 
Actively involves in the learning 
process. 
Source: Adopted from Noe, R. A. ,2009, pp.79-82 
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The faculty model is being criticized due to its incapability to meet
the requirement of the organization as headed by a single person.
Even with a specialized staff of experts, the model left no impact on
the knowledge and skills of the trainers which are needed to meet the
dynamic challenges of the current environment. Therefore, the model
must focus on advance training practices rather than traditional styles.
The customer model is also headed by a director  whose
responsibilities headed towards one division. It adopts and aligns
training practices after assessing particular needs of a business group.
Unlike the faculty model, the development of training content and
courses are up to date, which proves that the organizing group is
willing to adopt new training material and procedures. Similar to
customer model, matrix model ensures that training practices are linked
with the needs of the organization. On the contrary, the model is
governed by two managers; one belonging to the T&D department
and other to functional department. The benefit of involving two
managers helps trainers to gain expertise in broader areas being both
a training and functional expert. The most prominent of these models
is corporate university, also named “centralized strategic training
model” (Hearn, 2001). Initially, it was incorporated as an alternative to
the training department. A corporate university ranges from a training
department and offer its services to the divisions of organizations
that offer accredited degree programs (Frazee, 2002). It distributes
the programs in the form of catalogues among the staff members
(employees, managers as well as stakeholders). The staff enrolls in
the corresponding training courses. These courses were
subcontracted with the universities or trainers with an approach of
aligning the training practices with the organization`s vision, mission,
goals and strategies. This approach evolved the model as more basic,
imminent and strategic. It is proposed as one of the best for its
continuous learning, disseminating culture aspects and driving change
in the entire organization. It is applicable worldwide as it induces
learner’s growth and development (Akram, 2002).
Scope of T&D Department Models
The table2 covers the scopes of each model. As every
organization is different in its size, structure, resources, expertise and
functions hence the adaptation of a model is purely based on
organization choice. Each model has its distinction feature and
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management goal is to identify the best model according to its
requirements.
Table 2
 Model Focus Approach Application Limitation 
1. Faculty Model 
 
Focus on the experti se 
and specialized  
knowledge  of a 
particular topic or 
area. 
Mostly decentralized training 
approach is administrated; due 
to steady environment, 
executive dictatorship and in-
hou se location. 
-Organization s with stable environment 
use this model. 
- It  i ncreases learner knowledge about 
the subject matter. 
-Facil itates learning which is built on 
the experiences  and gives an insight 
into particular learned lessons. 
-It  has no time constrain, the director 
may call the trainer according t o the 
convenience. 
Limited to the expertise, 
not focus on the needs.  
2. Customer Model -Focus on t he needs of 
the business group or 
di vision. 
- Identifies and 
addresses is sues 
important t o the 
tra inee` s learning. 
 
The  decentra lized tra ining 
approach may be appropriate 
for  this model. 
-Organization s who face frequent and 
rapid changes in i ts environment can 
appl y this tra ining mod el in  their 
syst em. 
-Facil itates learning that is relevant to 
the field and up to date . 
- Maintains positive focus as aligned 
with organiza tional goals and  
objectives. 
-Redesigning capacity through 
extensive tra ining session. 
Limited in construction of 
the instructiona l design 
process. 
3. 
 
Matrix Model 
 
-Focus on linking the 
needs as well 
alignment o f 
professional expertise 
and business 
functions. 
- Focus on active 
participation of the 
tra iner. 
- Focus learning 
through managers- 
tra inee exchange.  
 
The  decentra lized tra ining 
approach can be administered 
due  to flexible environment, 
two way communication and 
participation. 
-Organization s with a flexible work 
envi ronment can utilize this model for 
resil ient  working and performance.  
-Practical  application of the model 
coul d easily b e understood as it  is 
headed by two answerable auth orit ies 
and the programs are a ligned according 
to organization`s needs. 
 -Learning consider as problem solving 
approach. 
- Sharing of e ffective techniques gained 
from experiences, knowledge, sk ills 
and expertise.  
 
The t ime demand and 
conflicts are the main 
drawbacks of this model.  
4. Corporate 
University Model 
 
-Focus on t he 
alignment with the 
st rategic initiatives of 
the business. 
- Identifies and build s 
on  enhancing trainee’s 
knowledge , skills , 
capabili ties and  
learning. 
- Focus to  present 
accurate and reliable  
information. 
-Based the training on 
cultural and  ethical  
grounds and make it  
meaningful for 
everyone. 
- Challenges learners 
to take responsibilit y 
for their own lifelong 
learning. 
 
 
 
 
The  centralized training 
approach is applicabl e in this 
type of model as its 
multifaceted, comprehensive 
and tentative . T he model 
centralizes the training to 
insure best  training practices. 
 
-Organization s concentrating on 
lifelong learning, change, cultural and 
growth can adopt this model. 
-Tra ining is  learner focused. 
-Demonstrates productive behavior and 
effective life  skills.  
-Provide opportunity to include  
stakeholders and workforce. 
-Inspires and motivates trainers. 
- Effective and innovative training 
methodologies with group dynamism.  
- Gi ves trainers a sense of 
accomplishment.  
-Rei nforces worthwhile values and 
principles . 
- Provides assessments and learner- 
based feedback. 
-Provides opportunities for humor and 
fun during learning.  
-Acknowledged by th e community and 
insti tutes. 
The main l imita tion to the 
model is about the 
expense and risk 
associa ted with the model. 
 The primary distinction between traditional training models
(faculty, customer, matrix) and corporate university is that the formal
is designed to align the strategic initiatives of the corporation, while
the others tend to be more centered on offering open-enrollment
classes. The corporate model differs as it focuses on workforce and
stakeholders include the community colleges, universities, high and
primary schools. It offers a wider range of programs and courses than
other models that emphasizes on cultural values ensuring best learning
practices (Hearn, 2001).
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Advantages and Disadvantages of T&D Department Models
Each model has several advantages and disadvantages. The
significant characteristics are listed in Table4. Beginning with the
faculty model the trainers are experts in the areas they train. The
customer model fulfills the demand of establishing the training
programs with respect to the needs of the particular organization
group or whole organization. Further, matrix model ensure that the
training programs are linked to the organization as it involves the
trainers to report to two managers. The corporate university aligns
programs with strategic initiatives. In the faculty model the training
plans primary easy to make as the content and timings of the training
programs primarily depend on the needs and expertise availability.
On the contrary, the customer model provides a training program that
is quite meaningful to the trainees as trainers are expected to be
aware of the business needs and up to date content and courses that
be a sign of the needs. Similarly, the matrix model also makes the
trainers gain expertise in their profession, as they are well aware of
the new training delivery mechanism and the content as well.  Whereas
the corporate model, facilitates a wide range of programs and courses
for the trainers in the form of catalogues (Neo, 2009).
The faculty model clearly defines the career paths as it
introduces detailed training programs on a particular topic or skill
areas. Similarly, the customer model clearly defines the responsibilities
and enhances the accountability. The matrix model involves the
trainers, managers and trainee and motivate them to play a dominate
role on their part. It can be assumed that this model is a forced type
model (Doseck, 2015). The trainers are answerable to the director and
the functional manager that increases the level of coordination and
involvement. In contrast, corporate model demands a high level of
involvement and commitment of the senior management. It focuses
on continuous learning and advancement. The senior management
must inline the training programs with business strategy initiatives
and visions (Kolo, Strack, Cavat, Torres & Bhalla, 2013).The fourth
advantage of faculty model is that it needs a minimum level of internal
co-ordination as most of the responsibility is on the expertise and
training staff whereas, the customer model allows fulltime
concentration on tasks (Neo, 2009). The matrix model stimulates
interdisciplinary cooperation whereas the corporate model compels
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its trainers and trainees to grow, learn and develop (Doseck, 2015).The
faculty model is suitable in a stable environment as compared to other
models, whereas the customer model is compatible to the environment
with rapid changes. The matrix model gives flexibility to the business.
The corporate model, the most complex of all models provides a more
inductive learning environment.
Table 3:
 Faculty Model Customer Model Matrix Model Corporate University Model 
1. Train ing 
programs are 
based on the 
expertise of the 
training staff. 
Training programs 
are more 
consistencies with the 
needs of the business. 
Ensure that the training 
is linked to the needs of 
the business. 
Training programs aligned with the strategic 
initiatives of the business. 
2. Train ing plans 
well prepared and 
facilitated by 
experts. 
Training materials 
developed by the 
trainers are 
meaningful to the 
trainees. 
- Trainees gain 
expertise in 
understanding a specific 
business function. 
- Trainer stays 
professionally up to 
date on  new train ing 
delivery mechanism. 
-  Create outside partnersh ips to support 
organizational goals. 
-  Distributes the programs among the staff in the 
form of catalogues. 
3. Clearly defines 
career paths. 
Clearly defines 
responsibilities and 
accountability. 
Involves and motivates 
people. 
 
-  Senior management is actively involved in the 
learning process. 
-  Committed to learning as a competitive 
advantage. 
-  Increase retention rate. 
4. Minimum internal 
co-ordination is 
required. 
Allow fulltime 
concentrations on 
task. 
Stimulates 
interdisciplinary co-
operation. 
Compels to learn, grow and develop.  
5. Compatible with 
the stable 
environment. 
Compatible with 
rapid change. 
Provides flexibilit y to 
business environment.  
Strengthen  the focus on life-long learn ing, 
growth, disseminate culture and drive change. 
 
The advantages of each model are apparent. However,
operation of any model is not without its challenges. In any change,
initiative or meaningful culture shift, there is bound to be resistance.
The disadvantages must be identified before they can be overcome.
The major disadvantages of the models are illustrated in table 5.The
foremost drawback of faculty model it may help to create expertise,
but it doesn’t align the training with the business goals. Similarly, the
customer model draws a responsibility on the trainer to be aware of
the needs of the business and current ongoing content and course.
The trainer in matrix model consumes more time as he is accountable
to two managers. The trainers of the corporate university are obliged
to demonstrate a wide range of courses and programs for the trainees.
The faculty model may create conflicts over priorities, as the
trainers may be unaware of the problems or unwilling to adapt the
materials that are in accordance with the needs. The customer model
may also create conflicts between tasks and priorities as it becomes
difficult for the training director to oversee each function as the need
of the organization as well best instructional design. In matrix model
conflicts rises as there is reporting to two managers. In the corporate
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Table 4:
 Faculty Model Customer Model Matrix Model Corporate University Model 
1. Create expertise, 
but not aligned 
with business 
goals. 
Trainers need to be 
aware of the business 
needs (considerable 
time need  to learn the 
business functions) 
and to update courses 
and content to reflect 
the needs. 
Trainers may have 
more time demands as 
they have to report to 
two managers: a 
functional manager and 
a trainer director. 
Trainers have to demonstrate a wide range of 
courses and programs that may fulfill each aspect 
to become a corporate un iversity. 
2. May create 
conflicts over 
priorities. 
May generate conflict 
between  tasks and 
priorities. 
Requires good 
interpersonal skills, 
especially in  conflict 
management. 
Trainees become cynical about learning as 
naming, corporate university does more harm 
than good. 
3. Places strong 
demands for co-
ordination on the 
director of 
training. 
Does not foster co-
ordination  of 
activities. 
Encourage power 
strugg les. 
Demand strong co-ordination on behalf of  
trainers and trainees. 
 
4. Slow response 
time in large 
companies and 
potential 
bottlenecks due to 
sequen tial task 
performance. 
 Risk of resource 
allocation. 
Risks creating a feeling 
of anarchy. 
-Risk generating a better return of investment. 
-Added expense and costs. 
 
university the learners or trainees may feel that the learning has
become cynical as an organization‘s commitment to learning is
insignificant and not an area of focus. Next disadvantage deals with
co-ordination. The faculty model demands a strong co-ordination on
behalf of the director of training likewise the corporate university
demands the same from its managers, employees and stakeholders.
However, the customer model doesn’t promote the co-ordination of
activities. It has inadequate practice opportunities. The matrix model
encourages power struggle. The faculty model decreases the level of
innovation due to narrow perspective. The customer model lesser the
in-depth competencies. Due to more discussion between the managers
there may exist a lack of action, whereas corporate university assumed
to be impractical and idealistic approach.
The risk is always associated with every aspect. Similarly,
the risks are associated with these models (Zakarevičius, &
Župerkienė, 2015). The faculty model faces the risk of slow response
time and potential bottlenecks due to sequential task performance.
Customer model may generate conflict in the allocation of resources,
whereas the matrix model creates a feeling of disorder and anarchy.
The corporate university is an expensive and costly model. The cost
will be justified when get the return on investment. The associated
risk will diminish if best results are met.
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Conclusion
Earlier T&D was based on professional and pedagogical
procedures (Masalimova & Nigmatov, 2015). The training ideas, concept
and approaches focused only the vocational education system that
fails to provide the specialist full training to cope with the modern,
intellectual and the emerging high-tech environment. As a result, more
than half of the professional knowledge doesn’t overcome the
challenges of a new era (Masalimova & Sabirova, 2015).The modern,
dynamic competition, sophisticated information technology, knowledge
economy, market globalization and other challenges have changed
overlook of organizations towards T&D (Abdullah, 2009).T&D as a
vast subject is growing with prodigious rapidity. It proved to cope with
the major challenges. It is a continuous, meaningful and logical approach
that effectively manages the HR T&D activities. An organization needs
to surmount the challenges by developing and implementing appropriate
policies and procedures for HR management and development. The
organizations should broaden T&D programs and designs aligned with
its vision, mission, goals and objectives in order to enter knowledge
economy and be competitive.
The T&D department actively play its role for organizational
success, profitability and retention of intellectual workforce by
enhancing KSA‘s and professional assistance. Organizations can adopt
any of the models according to its requirements. It may be concluded
none of the training model is perfect, each has its advantages,
disadvantages and can be applied according to the demands and
situation. The selection of T&D department model depends on a number
of factors like the organization size, structure, needs, objectives, strategic
plans, availability of financial resources, availability of trainers and
training material. It is recommended that before incorporating model,
organization should evaluate the associated cost and benefit. In faculty
model the trainers are experts and possess specialized knowledge in
their respective area, but the training is not in accordance to the needs
of the organization. This leads to demotivation of the trainees as the
course content lack meaning. It is eliminated in the customer model the
trainers are from the functional areas that provide practical training
according to the needs of the organization but lacks learning design
and theory development. The matrix model eliminates the disadvantages
of both the previous models (faculty and customer model).The trainers
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are not only experts in their areas, but also give training according to
the organization needs. The shortcoming of matrix model is dual
bosses as there are chances that conflicts may occur. The most
effective method with distinguished features is corporate university,
it uses centralize training with multiple separate training functions.
Although this model is advantageous but its major disadvantage is
that it’s costly. Another shortcoming is of building an echo chamber
i.e. explosion to others personal ideas and thoughts, this may impinge
risks on career development (The Economist, 2015). Examining the
differences between corporate university and other models elucidated
many weaknesses that may often exist in an organization learning
model. The organizational focus should always be on long-term results
and benefits as it challenges the executives to think about how
learning can affect the organizations. Rather than following traditional
models becoming a corporate university can strengthen the focus on
life-long learning (Veillard, 2015).  However, the corporate model
delivers the best practices, yet it depends on organization for its
applicability. It is important that the model should be appropriate, as
it fulfill the needs and demands of the business. Much can be
accomplished by an organization through a powerful T&D model.
Better alignment with the company’s goals and initiatives, buy-in
throughout the organization to emphasize learning and the utilization
of a powerful brand concept to promote ongoing development are all
possible. Customers and shareholders can also benefit from training
programs. Therefore, it is recommended to be cautious in model
selection and its inference. It is suggested that organizations first
become a learning organization, than train the employees and be
transfer the training skills. Accordingly, organization as a whole need
to explore the ways to originate, motivate and encourage learning
and development (Massalimov & Nigmatov, 2015). The need of
systematic organization introduces a new business-embedded model
of T&D that focus on the alignment of business strategy, design,
curriculum, delivery and metrics. A further critical analysis of business
environment and organizational needs within the prospect of this
model is encouraged. As it may enables organizations to recognize
the needs of initiating T&D department and also facilitates in selection
of best fit T&D model.
PAKISTAN BUSINESS REVIEW JULY 2017
Research
462
Training and Development Department in Action
References
Abdullah,H.(2009).Major Challenges to the Effective Management of
Human Resource Training and Development Activities.The
Journal of International Social Research,2(8).
Aguinis,H.,&Kraiger,K.(2009).Benefits of Training and Development
for Individuals and Teams, Organizations and Society.Annual
Review of Psychology,451-74.
Amit,R.,&Belcourt,M.(1999).Human Resources Management
Processes:a value-creating source of Competitive
Advantage.European Management Journal,17(2),174-181.
Barbazette,J.(2008).Managing the Training Function for Bottom Line
Results:Tools,Models and Best Practices.
Barrtel,A.P.(1994).Productivity Gains from the Implementation of
Employee Training Programs. Industrial Relations,33(4).
Barrett,A.,&O‘Connell,J.P.(2001).Does Training Generally Work?The
Returns to In-Company Training.International and Labor
Relations Review,54(3),647-662.
Benabou,C.(1996).Assessing the Impact of Training Programs on the
Bottom Line.National Productivity Review.
Bersin,J.,Haims,J.,Pelster, B.,& van der Vyver.(2014).Corporate
learning redefined .Retr ieved from http://
www.dupress.com.com.
Blundell,R.,Dearden,L.,Meghir,C.,&Sianesi,B.(1999).Human Capital
Investment:The Returns from Education and Training to the
Individual, the Firm and the Economy.Institute for Fiscal
Studies,20(1),1-23.
de Rosenroll,D.A.,&Dey,C.(1990).A centralized approach to training
peer counselors:3 years of progress.The School
Counselor,304-312.
Doseck,K.(2015).Organizational models for training and
development:centralized,funictional, customer,matrix
university and business embedded.Retrieved from http://
viralsolutions.net.
Edralin,M.D.(2004).Training:A strategic HRM function.De La Salle
University-College of Business and Economics,7(4).
Eggleston,M.(2012, November 28).Corporate Universities. Aligning
Learning to the Business.Retrived from http://
www.trainingindustry.com
PAKISTAN BUSINESS REVIEW JULY 2017463
Research Training and Development Department in Action
Frazee,B.(2002, November 1).Chief Learning Officer:Solution for
Enterprise Productivity-Corporate Universities:A Powerful
Model for Learning.Retrieved from http://
www.clomedia.com.
Hasan,S. A.,& Subhani,M. I.(2011).Effects of Business Embedded and
Traditional Training Models on Motivation.
Hearn,D.R.(2001).Education in the Workforce:An Examination of
Corporate University Models. Retrieved from http://
www.newfoundations.com.
Johnston,K.(2014).How to Structure a Training and Development
Department.Small Business Demand Media.Hearst
Newspapers LLC.
Keeping it on the company campus.As more firms have set up their
own corporate universities,they have become less willing to
pay for their managers to go to business school.(2015, May
16).The Economist.Retrieved from http://
www.economist.com.
Kolo,P.,Strack,R.,Cavat,P.,Torres, R.,& Bhalla,V.(2013).Coporate
Universities:An engine for human capital.
Laird,D.,Holton, E.F.,&Naquin,S.S.(2003).Approaches To Training
And Development:New perspective in organizational
learning, performance and change.
Laird,D.,Holton,E.F.,&Naquin,S.(2003).Approaches To Training And
Development:Revised And Updated.
Latham,G.P.(1988).Human Resource Training and
Development.Annual Review of Psychology,39,545-582.
Lim,D.H.(2000).Training design factors influencing transfer of training
to the workplace within an international context.Journal of
Vocational Education and Training,52(2),243-258.
Lui Abel,A.,& Li, J.(2012).Exploring the corporate university
phenomenon:Development and implementation of a
comprehensive survey.Human resource development
quarterly,23(1),103-128.
Masalimova,A.R.,& Nigmatov,Z.G.(2015).Structural-Functional Model
for Corporate Training of Specialists in Carrying Out
Mentoring.Review of European Studies,7(4).
Masalimova,A.R.,&Sabirova,L.L.(2015).Mentors and Ttrainees
Professional Interaction features at the Modern Entreprises
in Russia.Review of European Studies,7(4).
PAKISTAN BUSINESS REVIEW JULY 2017
Research
464
Training and Development Department in Action
Noe,R.A.(2009).Employee Training and Development.Michigan
State:Irwin McGraw-Hill.
Oakes,K.(2005).Grand central training.T&D,30-32.
Pillay,K.&Wijnbeek,D.(2006).The Corporate University Training and
Learning Solution for a South African Airline
Industry.Journal of Human Resource Management,4(2),29-
38.
Prahalad.(2015,July 9).Models of Training.Retrieved from http://
www.traininganddevelopment. naukrihub.com
Ramazani,J.,&Jergeas,G.(2015).Project managers and the journey from
good to great:The benefits of investment in project
management training and education.International Journal
of Project Management,33(1),41-52.
Rhéaume,L.,&Gardoni,M.(2015).The challenges facing corporate
universities in dealing with open innovation.Journal of
Workplace Learning,27(4),315-328.
Savery,J.R.(2015).Overview of problem-based learning:Definitions and
distinctions.Essential Readings in Problem-Based
Learning:Exploring and Extending the Legacy of Howard
S.Barrows,5.
Swanson,A.R.(1998).Demonstrating the Financial Benefit of Human
Resource Development: Status and Update on the Theory
and Practice.Human Resource Development Quarterly,9(3).
Sung,S.Y., &Choi,J.N.(2014).Do organizations spend wisely on
employees?Effects of training and development investments
on learning and innovation in organizations.Journal of
Organizational Behavior,35,393–412.
Tannir,A.El.(2002).The corporate university model for continous
learning,training and development. Education and
Training,44,76-81.
Uselton,D.B.(2014).How to build a Training Department.HR
Professional Magazine .Retreived from http://
hrprofessionalsmagazine.com
Vemić,J.(2007).Employess Training and Development.Economics and
Organization,4,209 - 216.
Veillard,L.(2015).University-corporate partnerships for designing
workplace curriculum:Alternance training course in tertiary
education.In Francophone Perspectives of Learning
Through Work(pp. 257-278).Springer International
Publishing.
Zakarevičius,P.,& Župerkienė,E.(2015).Improving the Development of
Managers’ Personal and Professional Skills.Engineering
Economics,60(5).
